Talent management is one of the roles in human resources management and there has been a long debate about talent management for years. This study aims to identify the relationship between talent management and teacher leadership development. In addition, the study also analyzes the talent management and teacher leadership levels. The data are analyzed using descriptive and inferential statistics. Statistical Package for the Social Sciences Software (SPSS) version 23 and Partial Least Squares Structural (Smart PLS) version 3 are also applied to analyze the data. The survey study involves 473 teachers in Malaysia residential school. The findings reveal that talent management and teacher leadership practices were at high levels. There is a significant positive relationship between talent management and teacher leadership development. The results of the study promote the role of talent management that can lead to positive changes in teacher leadership at schools. It is hoped that through this study various stakeholders such as schools, district education offices and the ministry of education of Malaysia will be able to assist in planning and organizing efforts in order to produce good leaders in future. It is hoped that through this study, various stakeholders such as school, district education offices as well as the Ministry of Education will be able to assist in planning and organizing efforts to address the role of teacher leadership to produce highly talented future leaders at schools.
Introduction
One of the major tasks of Malaysia Ministry of Education (MOE) in raising education quality is to ensure all aspirations, namely system and students in the Malaysia Education Blueprint 2013 -2025 (MEB 2013 -2025 are attained. This entails a huge commitment from all parties in MOE especially teachers and school leaders. School is an organization that is an example of society. The success of a school depends on the leadership of teachers practised in schools. Effective leadership development will lead to a positive impact on communities and communities at all levels. Quality leadership is a contributing factor for the success of the school in leading the community. Furthermore, successful teacher leadership can create a conducive working climate that indirectly improves school achievement. Teacher leadership can produce more skilled people, teachers and become the catalyst for brilliant and distinguished students. The existence of talent management terms arises when there is a competition among organizations to obtain quality workers. It was developed around the mid-1990's and has been warmly spoken in the 21st century. Iles et al. (2010) state that the term management of talent becomes increasingly popular when it is included in a report written by Michaels et al. (2001) of Mc Kinsey & Company. The field of talent management becomes the scope of discussion namely in the education sector at the school level. Talent management by analysis has undergone evolution and integration in various elements in human resources. As it entered the 21st century, a key focus in human resource management expanded to address strategic issues (Ab Samad et al., 2017) . Among them is to make the recruitment process more efficient and effective based on one's skills and competencies. In addition, it can develop leaders to enhance the culture, strengthen the value and availability of co-leaders. Furthermore, it identifies the existing skills gaps for development to be efficiently and Managing employees regularly and consistently.
Literature review
Some studies have paid attention to this area in the higher education sector (Riccio, 2010; Behrstock & Clifford, 2010) . Little is understandable about how talent management will influence other strategic objectives such as developing a high-performance learning environment and adding value to the academy brand (Davies and Davies, 2011) such as high-performance schools. In line with Charan et al. (2011) , talent management is defined as a leadership succession process within an organization or process in which the organization ensures leadership development as well as important skills in the future through the establishment of leadership channels.
Underpinning theory (Path Goal Theory)
The path-goal leadership theory by House (1971) is based on the motivational theories of goal setting and expectation theory. According to this theory, leaders are responsible for increasing the motivation of followers to achieve personal and organizational goals. Motivation will increase when the leader explains the path to go through to achieve the objectives that the followers expect. Goal paths mean that leaders work together with followers to help them identify and learn behaviour that will lead to work achievement and impact the employees and organizations. Based on the goal-line theory, employees will be motivated when these three conditions are fulfilled, when employees believe their ability to complete the given assignment, when employees believe that completing the task will lead to a goal when employees believe that the goal of completing the task is meaningful. Motivated workers aim the desired goal when leaders clearly define organizational goals, point out the path to goal and overcome the obstacles.
Talent management
Talent management is defined as a process in which the organization identifies potential employees who play a leading role in the future (Beheshtifar et al, 2012) . It also focuses on developing a wider range of potential employees to fill vacancies in future organizations (Gay and Sims, 2006) . Talent management according to Charan et al. (2010) is a process of replacing leadership in the organization in ensuring the development of appropriate leadership and needed for the future through a leadership preparatory channel. The concept of talent management began to be said since the competition between organizations to get qualified employees or referred to as Talent. It developed in the mid-1990s and is increasingly being highlighted in the beginning of the 21st century. This competition is seen to continue to increase the string of higher demand for skilled and experienced workers as well as calibre. According to Bersin (2006) , talent management is born from the evolution of human resources where it is a chain of business development processes, it is not a product or solution that we can buy. He attributed the evolution of human resources to three stages of human resource development, namely:
The early 1970s until the late 1980s. This stage is a term known as the management of personnel or employees only. Individuals who perform this task are usually in the personnel department. The assignment is to hire employees, pay them and make sure they get the reward they deserve. It plays a role in business travel. The early 1980s until the late 1990s. At this stage most organizations are aware that the role played by the personnel department is increasingly important. The concept of strategic human resources began to emerge. While most organizations appoint a vice president of human resources and play a bigger role such as hiring the right employees, developing them, helping them design the areas of work and organizational design, developing a comprehensive rewards package and becoming a centre of communication practice maintenance that helps employees be happy and satisfied. Several new systems and functions exist at this stage to support their wider and more challenging tasks, including the applicant's tracking system and employee retrieval, reward systems and learning management systems. At this stage, their role is more to business partners, beyond the previous role line that only helps business. When entering 21st century, talent management terms emerged among human resource practitioners. Whilst the main focus of human resource strategy continues, towards addressing some of the strategic issues that occur in human resource management as highlighted below:
• How can we make the recruitment process more efficient and effective by using the skills-based approaches needed to implement a task or competency based?
• How can we develop managers and leaders to enhance culture, strengthen values, and shape channels that are always capable of providing leaders?
• How can we quickly identify the skills gaps that allow training and development to be efficiently channel and how we can use this existing skills gap to retrieve the people who are really needed and meet the exact criteria?
• How can we manage employees consistently and can be measured so that all employees are organized, holding the necessary responsibilities and being paid fairly?
Teacher leadership
The development of teacher leadership is not just empowering teachers, but is an effort to develop leadership among teachers who are largely under-utilised. Teacher leadership can have a positive impact on school changes. Teachers' leadership development practices are a collective effort to collectively and collectively lead to the possibility of making all teachers in the future (Greenle, 2007) . The development of teacher leadership is the result of an election process and formal appointment through the role of the committee chairman, chairman of the co-curricular department or heads of departments in secondary schools. Alternatively, teacher leadership may also exist informally through the influence that does not involve authorities such as leader selection by partners (Taylor et al., 2011) .
There are some studies that discover that principals play an important role in developing teacher leadership capabilities in schools and influence the existence of effective schools (Harris, 2003; Katzenmeyer & Moller, 2009; Frost & Durrant, 2002; Leithwood et al., 1999) . The National Conference on Islamic Education (2012) has concluded that the development of teacher leadership is one of the most important aspects and should be emphasized in the teaching module in the Teachers' educational institutions nationwide. There were participants who suggested that each teacher be given exposure and courses related to teacher leadership. While the study conducted by Chen et al. (2014) aims to see the extent of opportunities and opportunities for teacher leadership in school.
The research model and research hypotheses
Talent management (TM) affects teacher leadership (TL) among teachers in residential schools. In order to better understand the relationship between TM and TL in Malaysia, research hypotheses are tested as the proposed research framework as below (5) dimensions comprising of, the dimension of purpose, direction dimension, motivation and authority dimension, relationship dimension and work style dimension. The findings show that there was a positive and significant relationship between talent management and leadership. While the study conducted by Shuhaida (2016) on 350 teachers and principals of High Performance Schools across Malaysia reported a positive and significant relationship between teacher talent management and teacher leadership talent. The study used a talent management model by the Malaysian GLCs. The study was conducted in mix method Survey method was conducted using questionnaire instrument and interview protocol. The questionnaire which was self-built by her using a 10-point Likert scales. Questionnaires were answered by teachers, while interviews were carried out to selected principals for High Performance Schools across Malaysia. Shuhaida's study (2016) used 5 components of talent management consisting of components identifying the potential of teacher talent, reviewing teacher performance, conducting talent development activities, using teacher talent and retaining teacher talent. Brundrett (2005, 2009 ) and Rhodes et al. (2008) demonstrated a significant relationship between the talent management goal and the self-perception of school leaders, getting talented staff for the right task at the time of need, and encouraging talented staff to develop themselves, commit themselves, and perform well in their work. Gay and Sims (2006) explained that talented people can produce something new and different and will be able to play a role in future leadership. It is clear that the above studies support talent management has a positive relationship with the development of teacher leadership. According to Charan et al. (2010) , talent management is defined as the process of leadership succession in organization or process by which organization ensure that the leadership development and also the crucial skills in the future through the establishment of leadership pipeline. Hamzah et al. (2017) in their research stated that talent management is the process by which school develops a teacher leadership talent pool by choosing the most qualified teachers through a strategic implementation of Talent management factors. Hence this study proposes some hypotheses for this study. Literature on talent management show that most studies that have investigated the relationship between talent management and teacher leadership previous studies consider H1, H2 and H3 as follows:
H1: Talent Identification positively influences teacher leadership. H2: Talent Development positively influences teacher leadership. H3: Talent Culture positively influences teacher leadership.
Methodology

Data collection
This research is a quantitative approach and collecting data using a structured survey instrument. A total of 473 questionnaires were distributed among the teachers in residentials schools in East zone in Penisular Malaysia. The researchers used a 5-Likert scale and the instrument was adopted from Katzenmeyer and Moller (2009) in measuring TL and the scale proposed by Davies and Davies (2010) in measuring TM. In this study the researcher utilised the instrument by Katzenmeyer and Moller (2006) to identify seven dimensions of teacher leadership development and three dimensions for talent management.
Statistical technique
The data was analysed using Partial least squares structural equation modelling (PLS-SEM) a variancebased structural equation modelling. PLS was considered more suitable than CB-SEM the focus of the model is more on prediction than theory testing (Hair et al., 2017) . The demographic background of the respondents revealed that majority of respondents were female (66.2 %) and the remaining were male (33.8%) and currently they are teaching at Secondary school. Most of the respondent's age were between 40-49 years, which represents 48.2 percent of the respondents. While teachers with the age of 50 years and above amounted to 172 people representing 37.2 percent. This means the number of respondents with age 40 years and above was more than 70 percent, which means that the talent management among teachers were easy to be implemented. 83.7 percent indicated that the respondents hold the bachelor degree, followed by 16.3 percent who had a Master's degree of science. Presently, teachers have to enhance their qualification to fulfil the government requirements. In terms of work experience, 52.6 percent of the teachers had at least 15 years of job experience. There are only 7.4 percent of teachers who had fewer than 10 years of job experience, which indicates that almost half of the teachers had an expertise in their respective fields in school.
Data analysis and finding
Measurement model assessment
To validate the measurement model (CFA) in SmartPLS, item loadings, average variance extracted (AVE) and composite reliability (CR) were assessed by running PLS algorithm. Figure exhibits the measurement model in SmartPLS. As shown in Table 1 , all the item loadings are above the cut-off value of 0.5 (ideally 0.7) (Fornell & Larcker 1981; Hair et al. 2017) . Moreover, all constructs had acceptable average variance extracted (AVE) ranging from 0.532 to 0.673 which are above the threshold of 0.5 (Fornell & Larcker 1981; Hair et al. 2017 ) and acceptable composite reliability ranging from 0.948 to 0.979 above the cut-off point of 0.7 (Hair et al., 2009) . In addition, the discriminant validity of the constructs was measured using the square root of the average variance extracted (AVE). As shown in Table 1 , the square root of average variances extracted (AVE) on the diagonals (in bold) for each construct are larger than their correlations with all the other constructs confirming the discriminant validity of the constructs. Overall, the measurement model (CFA) was assessed and confirmed by examining convergent validity and discriminant validity (Table 2) . 
Assessment of Significance of the Structural Model
The next step after ascertaining the direct relationship is to assess the structural model, a standard bootstrapping method was applied with 500 bootstrapped samples and 100 cases in SmartPLS. This was employed to conduct an assessment of the path coefficients significance as explained by Hair et. al (2017) . All hypotheses were supported at p <0.01 confidence level as depicted in Table 4 shows a summary of the structural model analysis.
Fig. 3. Structural model assessment result
More specifically, Hypothesis H1 proposed the relationship between talent culture and teacher leadership. The obtained result supported the hypothesis at (t = 3.436, p<0.01). Then H2 relationship between talent development is supported the hypothesis at (t= 6.746, p>0.01). Lastly, the result exhibited in Table 5 and Fig. 3 supported Hypothesis 3 at (t = 2.967, p<0.01). The assessment level of R 2 , Coefficient of Determination measuring model's accuracy was based on both exogenous and endogenous construct. Statistically, this assessment range was between 0 to 1 in explaining the level of accuracy between the association of exogenous and endogenous
Discussion and Conclusions
Findings of this study corroborate prior studies, which indicate that talent management affects teacher leadership development in secondary schools. This is in line with the study by Shuhaida (2017) that talent management was proposed to stimulate follower's teacher leadership development through expressing an inspiring vision, stimulating followers to question the status quo, and allowing individual development and growth. It has been argued to entail aligning followers' needs and desires with the interests of the organization (Bass,1999) . The findings of this study also support the previous studies on significant relationship between talent management and leadership (Shuhaida 2016; Sathiyabama 2017) . Similarly, this study is consistent with previous studies on a positive relationship between talent management and teacher leadership. The finding also shows that the talent identification, talent development and talent culture were positively related to teacher leadership development. Principal may contribute to increasing teachers' retention by valuing the teachers with compliment for performing well and the principals must always encourage teachers to collaborate with external networks to gain new ideas and perspectives to shares with their colleagues at the schools' site and support for innovation and transformation in teaching. In conclusion, this study was conducted to identify the gap in the study and to detect the instruments of high reliability and reliability so that the results of the study were of high quality to be used in the development of national education. The findings were critically synthesized to develop the talent management and teacher leadership model. This article contributed to our understanding and knowledge on the implementation of talent management dimension in secondary schools and functions as a point that will stimulate to the further research exploring the contextual aspects of talent management in education sector.
